1. Introduction
===============

In the current era, human resources are considered as the most important capital of the organizations, and higher quality of the capital increases the likelihood of success, survival, and promotion of the organization. According to some experts in management science, if organizations want to fully achieve their objectives by having clear goals, optimal strategies, efficient organizational structures, and proper jobs design, they require competent and committed human resources ([@b1-epj-08-2129]). Therefore, it is necessary to improve the quality of human resources, because it would benefit both the organization and the individuals. It seems that, regardless of the size, desires, and inner motivations of people in the organization, achieving the organizational goals will be very difficult ([@b2-epj-08-2129]). One of the attitudes and motivational issues that are focused by resources management and organizational and psychological behavior studies today, that is effective in human resources and organizational performance productivity, is the organizational commitment and the predictors that affect it. Organizational commitment, as an important occupational and organizational attitude, is simply the belief in the values and goals of the organization, a sense of loyalty to the organization, moral obligation, heart's desire and need to stay in the organization ([@b3-epj-08-2129]). Three components are considered for organizational commitment: 1) Emotional commitment: the tendency of people to share their energy and loyalty to continue their work in the organization; 2) Continuous commitment: willingness to do continuous activities based on the recognition of costs associated with leaving the organization; and 3) Normative commitment: feeling of duty to remain as a member of the organization ([@b4-epj-08-2129]). One of the most important predictors of organizational commitment is the attention to the personality and characteristics and individual differences of staff. Paying attention to the personality and dimensions and characteristics of the individuals is one of the issues that always can help organizations achieve their objectives and organizational efficiency and become the creativity development source or root of many organizational problems and can have effects on action, behavior, decisions, and organizational behavior ([@b5-epj-08-2129]). The first and foremost component of an organization system is the human resources with their different personalities, so the motivations, abilities, desires, ideas, and thoughts that are actually important tools forming the human personality, determine the people's expectations toward each other and also toward the organization. One of the most important classifications about the personality traits that has been confirmed at different times and cultures and also is used in this study is the classification of Costa and McCrae ([@b6-epj-08-2129]). Using factor analysis, they concluded that five major features can be considered among the differences: 1) Neuroticism (emotional stability), 2) Extroversion, 3) Flexibility (experience), 4) Agreeableness (spirit of the agreeability), and 5) Conscientiousness (Job consciousness). Personality traits form the foundation of the behavioral system and are important and influential in determining and predicting staff's organizational behavior in the future, such as leaving the job, delay, negligence, absenteeism, their organizational commitment, and also all processes related to their recruitment, transfer, and appointment to organizational jobs. Because they have realized that they can obtain a framework for predicting the employees' behavior by identifying these features and employees' personalities, and help the management of the system in this way to appoint qualified people in different positions, reduce the displacement of employees, and increase job satisfaction ([@b7-epj-08-2129]). Jaafari et al ([@b8-epj-08-2129]) maintained Schroder's ([@b9-epj-08-2129]) findings that predictors of organizational commitment are organizational policies, the job itself, payments, work conditions, and promotion. However, according to Ahmadian and Askarian ([@b10-epj-08-2129]), the organizational commitment is mostly about loyalty to the organization and considering the consequences of leaving the organization. Sepahvand and Shariatnejad ([@b11-epj-08-2129]) mentioned some theories that organizational commitment is emotional attachment and involving with the organization, and accepting its values. Considering a relatively large number of requests from new faculty members for transfer to other universities in Ahvaz University of Medical Sciences, it seemed convenient to do some research on particular basic variables, such as personal traits. So far, studies have been conducted to investigate individuals' organizational commitment based on personality traits or relationship between these two variables in the industrial sector, such as Choghtai, Glad, and Emmanuel Camillery ([@b12-epj-08-2129]--[@b14-epj-08-2129]). However, only a few studies have been done in the health sector, and they include the study of Bahrami et al., which was conducted on the nurses in Yazd ([@b15-epj-08-2129]). Since administrators can use the preliminary estimates of personality traits of faculty members to make decisions about their participation in achieving the organization's goals, the present study aimed to determine the association between organizational commitment and personality traits of faculty members of Ahvaz Jundishapur University of Medical Sciences.

2. Material and Methods
=======================

2.1. Setting, sampling, and inclusion criteria
----------------------------------------------

This was an analytical study in which the data were collected in a cross-sectional method. The study population consisted of 612 faculty members of Ahvaz Jundishapur University of Medical Sciences. The determined sample size due to the coefficient r = 0.44, α = 0.01 and z (1− α/2) = 2.57 with a confidence level of 99% and z (1− β) = 1.68 with test power of 95% was 83. Stratified random sampling was used to distribute questionnaires among respondents. Inclusion criteria were the formal, contractual, or projective membership of Faculty of Ahvaz Jundishapur University of Medical Sciences. Tuition faculty members and people with other titles began teaching at the University and also people who did not want to cooperate with the investigation were excluded. Not formal faculty members and individuals teaching with other titles at the University and also individuals who did not want to cooperate were excluded from the investigation.

2.2. Instrument and data collection
-----------------------------------

The research tools of the two questionnaires consisted of Costa and McCrae's NEO personality inventory ([@b16-epj-08-2129]) and organizational commitment of Allen & Meyer ([@b17-epj-08-2129]). The neo-standard questionnaire consisted of 60 questions that evaluated the five dimensions of personality traits, including neuroticism, extraversion, openness to experience, flexibility, and conscientiousness. Each of the 5 areas was measured by 12 questions, which were responded to by a 5-point Likert scale (strongly agree, agree, no comment, disagree, and strongly disagree). Allen and Meyer's organizational commitment questionnaire had 24 items and 3 subscales (affective commitment, continuous commitment, normative commitment) that each of these dimensions was measured by 8 questions using the Likert method. The validity of the questionnaires was approved by five specialized professors. In this study, Cronbach's alpha of personality traits and organizational commitment questionnaires were calculated as 0.88 and 0.81, respectively (27). Questionnaires were distributed among the faculty members of various colleges within six weeks and were collected after completion. Data distribution was normal, and data analysis was performed using Pearson's product-moment correlation, the independent samples t-test, ANOVA, and simple linear regression analysis (SLR) in SPSS software.

2.3. Research ethics
--------------------

Licensure and an introduction letter from the college explaining the purpose of the study and the need for it to faculty members of Ahvaz Jundishapur University and retention of personal information of respondents were of the research ethical considerations.

3. Results
==========

In this study, 40 females (48.19%) and 43 males (51.81%) were investigated. Demographic information of the research population is presented in [Table 1](#t1-epj-08-2129){ref-type="table"}.

As can be seen in [Table 1](#t1-epj-08-2129){ref-type="table"}, in age distribution, 39.75% of the faculty members were in the age group of 31--40 years. The lowest frequency was in the age group of 51--60 years with 21.70% relative frequency. Fifty-four individuals (65.07%) of those studied had doctorate degrees, which were the most frequent. Forty-six individuals (55.42%) were assistant professors who had the highest number. The lowest frequency was for associate professors and professors, and 37.36% of the respondents were educators. More than sixty percent were formal employed faculty members who had the highest percentage. Mean score of personality traits was calculated as 44.15 ± 3.35 and estimated to be relatively good. Mean scores of personality traits' subscales were calculated as 39.13 ± 6.53 for neuroticism, 42.7 ± 5.3 for extraversion, 40.7 ± 3.77 for flexibility, and 48.47 ± 47 for conscientiousness. These scores represented a relatively good situation of the mentioned characteristics. Agreeableness personality trait represented the very good situation with a mean score of 49.55 ± 4.36. Agreeableness and neuroticism had the highest and lowest ratings, respectively, among the personality traits dimensions. Organizational commitment in faculty members was estimated to be relatively strong with a mean score of 25.91 ± 2.8. Organizational commitment dimensions of affective, continuous, and normative commitments were calculated as 28.54 ± 2.4, 24.11 ± 4.4, and 25.08 ± 1.8, respectively. All three subscales were estimated to be relatively strong in this study. The results of studying the association between personality traits and dimensions of organizational commitment are shown in [Table 2](#t2-epj-08-2129){ref-type="table"}. There was a positive, significant, and large association between personal traits of neuroticism and continuous commitment. There was a positive, significant, and medium association between the personal traits of extraversion and continuous commitment. And there was a negative, significant, and small association between the personal traits of extraversion and normative commitment. The model of personality traits affecting on the organizational commitment concluded via simple linear regression analysis. This model is demonstrated in [Table 3](#t3-epj-08-2129){ref-type="table"}. SLR results in [Table 3](#t3-epj-08-2129){ref-type="table"} showed that the personality traits of flexibility and agreeableness had the greatest impact on organizational commitment and the dimensions of flexibility and agreeableness might predict 23% of the organizational commitment changes. Accordingly, simple linear regression analysis equation of organizational commitment based on predictor variables is as follows: Organizational Commitment = 11.99 + (Agreeableness) 0.716 + (Flexibility) 0.871.

4. Discussion
=============

The results of this study showed that there is a significant and large association between personality traits of neuroticism and continuous commitment. This means that individuals who have high scores in this dimension have high emotional stability and do not have any tendency to experience psychological distress in the form of anxiety, anger, depression, shame, hatred, or negative emotions. They also have the ability to control their desires and use effective strategies to deal with stress. As a result, they have high continuous commitment in the organization. Mousavi and Majidi ([@b18-epj-08-2129]) concluded in their study that there was a significant, positive, and medium association between these two variables, which is in line with the present study. Furthermore, the results of Lonzberry et al. ([@b19-epj-08-2129]) and Chang and Lee ([@b20-epj-08-2129]) are consistent with the current study. Personality trait of extraversion has positive, significant, and medium association with the continuous commitment, and it has a negative, significant, and small association with the normative commitment. It means that the people who pay more attention to outside have direct and average continuous commitment and weak and reverse normative commitment compared to those whose behaviors are resulted from subjective evaluation and internal factors. In extroverted people, positive emotions and extroversion are related to their organizational commitment and consequently their organizational health, because positive emotions are the behavioral core of this type of individuals. Bahrami et al. ([@b15-epj-08-2129]) reported in their study that the organizational commitment in extroverted people is significantly more than introverted ones, which is in line with the findings of the present study. Gray et al. ([@b21-epj-08-2129]) also concluded that personality type of individuals does not have a significant association with their organizational commitment. Emanuel Camilleri ([@b14-epj-08-2129]) reported in his study that personality traits, such as introversion and extroversion, have a significant association with organizational commitment, which also is consistent with the current study. The results of this study showed that there is a significant and medium association between the personality trait of flexibility and affective commitment. It means that the people whose life experiences are rich are willing to accept new ideas and unconventional values, and they tend to have high positive and negative emotions and have an average emotional commitment in an organization. Also, people who have a sense of belonging, security, prosperity, loyalty, and conscientiousness are committed to their organization, participate in the organization, and enjoy being a member of that organization. Mousavi and Majidi ([@b18-epj-08-2129]) reported in a similar study that there was medium and positive association between the personality traits of flexibility and organizational commitment of the employees, which is in line with the current study. Moreover, Chang and Lee obtained similar results in their study ([@b20-epj-08-2129]). People with this kind of trait are receptive to new ideas and have a broad range of interests. Due to introspection, these people usually disagree with others, and their thinking and methods may be quite different from those of others. They are gifted and curious people and have a strong, wise, and exquisite imagination with a wide range of interests; and since they are curious about the inner and the outer world and their life is full of experience, this flexibility can be a factor to reduce occupational stress and increase organizational commitment. According to the results of this study, it can be said that organizational commitment as a kind of organizational behavior is partly influenced by flexibility. So, the most important thing that universities can focus on is to consider personality traits, such as flexibility, when they are recruiting. The results showed that there is a positive, significant, and large association between the personality traits of agreeableness and continuous commitment. This means that people who want altruism, compassion, and helping others have a high continuous commitment to the organization. These people are sympathetic, considerate, and warm. It is easy to deal with them, and they are pleasant individuals that are enjoyable to be with. The results of SLR showed that among the dimensions of personality traits, this one has the greatest impact on organizational commitment. Since teaching needs altruistic people who are eager to help students, when selecting individuals for employment as teachers, it is appreciated to examine these important personality traits as well as the scientific and general competencies in order to recruit people who are more committed to the organizational goals and values governing the university.

According to the results of this study, the personality trait of conscientiousness had positive and significant medium association with continuous commitment, and small association with normative commitment. This means that those with high scores in this dimension who are highly accurate, punctual, and reliable and tend to have great success, and have a sense of responsibility in carrying out their duties, have good continuous commitment and weak normative commitment within the organization. These people are usually reliable, logical and highly productive, and are very accurate at timely completion of duties. They are idealist people and their behavior is based on ethical standards. Pour Yusef and Azadfallah ([@b22-epj-08-2129]) reported in their study that there was a significant association between the personality trait of conscientiousness and organizational commitment. The people with the personality trait of conscientiousness have more organizational commitment than others, which is in line with the results of the present study. Mousavi and Majidi ([@b18-epj-08-2129]) stated in their study that there was positive and medium association between the personality trait of conscientiousness and organizational commitment, which also was consistent with the results of the present study. Selecting competent employees is an operation that is done to reform, grow, and develop human beings. Considering personality dimensions, such as conscientiousness of people in the organization, can help organizations achieve the necessary efficiency, because these people are very careful and fastidious in their work and try to accomplish their mission properly. Organizational commitment has an important role in improving the health of the labor force and ignoring it will lead to non-optimal efficiency.

In this study, no significant association was observed between the demographic characteristics, including gender, age, scientific rank, education, and employment status and any of the personality traits and dimensions of organizational commitment. Bahrami et al. ([@b15-epj-08-2129]) stated that the introverted formal employees had the lowest organizational commitment, but this difference was not significant in extroverted people. The difference of organizational commitment in introverted nurses was significant based on their age so that older people had lower commitment; but this difference was not significant in extroverted people, which is inconsistent with the results of this study. Camilleri ([@b14-epj-08-2129]) found a significant association between the employees' ages and their organizational commitment in his study, which is not consistent with the results of this study. Gray et al. ([@b21-epj-08-2129]) found in their study that there is no significant association between organizational commitment and gender and education, personality type and gender and education, which is in accordance with the results of the present study. It should be noted that some researchers have shown that personality traits could influence variables, such as organizational commitment and their job performance. According to some research, personality traits are among the best predictors of employees' performance ([@b23-epj-08-2129], [@b24-epj-08-2129]). Based on the results of the current study, it can be concluded that personality traits of faculty members should be considered as one of the determinants of their organizational commitment in human resource management practices. The most important limitation of research was that some of faculty members considered personality traits very personal and were not interested in answering the questionnaire. After explaining the research objectives, they gave their consent to participate in the research.

5. Conclusions
==============

With regard to the significant association between personality traits and organizational commitment in the present study, it is suggested that more studies be conducted to determine the appropriate indicators of appropriate personality traits for faculty members so that the recruited people have the necessary commitment to objectives and tasks of the university. Work type compatibility with the individual's personality trait in human resources productivity as well as meeting the needs according to Maslow pyramid, may lead the person to self-actualization, which is important in personal and social performance of the person and organization. Paying attention to personality traits, especially empiricism factors such as considering ingenuity and creativeness, creates mechanisms for openness and curiosity, flexibility, and wisdom in academic research and training affairs are essential, as well as agreeableness factors, such as good humor, kindness and empathy.
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###### 

Absolute and relative frequency distribution of demographic characteristics of subjects

  Variable              Classification   n       \%
  --------------------- ---------------- ------- -------
  Gender                Male             43      51.81
  Female                40               48.19   
  Age                   31--40           33      39.75
  41--50                32               38.55   
  51--60                18               21.70   
  Education             MA               29      34.93
  PhD                   54               65.07   
  Science Ranking       Educator         31      37.36
  Assistant Professor   46               55.42   
  Associate Professor   3                3.61    
  Professor             3                3.61    
  Employment Status     Contractual      25      30.11
  Formal                50               60.26   
  Projective            8                9.63    
  College               Medical          13      15.66
  Pharmacy              13               15.66   
  Paramedical           17               20.48   
  Rehabilitation        14               16.88   
  Nursing               13               15.66   
  Hygiene               13               15.66   
  Total                 137              100     

###### 

Relationship between dimensions of personality traits and organizational commitment

  Personality traits   Statistical indicator   Organizational commitment   Normative commitment   Continuous commitment   Affective commitment
  -------------------- ----------------------- --------------------------- ---------------------- ----------------------- ----------------------
  Neuroticism          Pearson coefficient     0.299                       −0.153                 0.650                   0.170
  p-value              0.006                   0.167                       0.000                  0.124                   
  Extroversion         Pearson coefficient     0.295                       −0.075                 0.457                   0.221
  p-value              0.007                   0.000                       0.000                  0.044                   
  Flexibility          Pearson coefficient     0.368                       0.089                  0.185                   0.377
  p-value              0.001                   0.426                       0.094                  0.000                   
  Agreeableness        Pearson coefficient     0.318                       0.018                  0.613                   0.146
  p-value              0.003                   0.869                       0.000                  0.187                   
  Conscientiousness    Pearson coefficient     0.370                       0.261                  0.441                   0.161
  p-value              0.001                   0.017                       0.000                  0.146                   

###### 

Simple linear regression analysis of personality traits that affect organizational commitment

  Variables              Regression coefficients   Beta    T       p-value
  ---------------------- ------------------------- ------- ------- ---------
  Constant coefficient   11.987                            0.808   0.422
  Flexibility            0.871                     0.316   3.160   0.002
  Agreeableness          0.716                     0.301   3.006   0.004
